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ABSTRACT 
GOGO, NOMINISE JOYCE 
AFRO-AMERICAN SOCIAL WORK ADMINISTRATORS: THEIR 
PROFESSIONAL ACHIEVEMENTS AND PERCEPTIONS 
Advisor: Dr. Janice S. Vaughn 
This is a descriptive and exploratory study of AUSSW grad¬ 
uates who are in administrative positions. The purpose of 
the study is two fold: 1. to make a comparative descrip¬ 
tion of male and female variants in their professional 
achievements; 2. to explore the perceptions of Afro- 
American females on sex role stereotypes as a barrier 
impacting their career mobility. 
The study sample was selected from AUSSW Alumni list. 
Since this is a two phase study, two methods of data col¬ 
lection were utilized. Phase one utilized a secondary 
data analysis from a study conducted by Dr. Janice Vaughn 
on AUSSW Graduate Outcome survey. The sample size was 105 
from AUSSW graduates of 1936 to 1984. Phase two utilized a 
primary data collection method in the form of face to face 
interviews on a sample size of fifteen females. 
The significant results in phase one indicated that males 
were achieving professionally more than females in all 
areas of investigation. The plausible explanation for this 
could be that males are encouraged to achieve profession¬ 
ally and protected both by the organizational support 
systems and their family marital support systems. In 
contrast, females had to battle on their own either with 
very limited or without such support systems. 
Phase two results indicated that the majority of Afro- 
American female social work administrators did not view 
their gender as a barrier in their career mobility. Rather 
they identified qualifications and experiences as the major 
consideration. They reported experiencing more racism than 
sexism since their agencies were predominantly white and 
female. This finding suggests that sexism might be opera¬ 
ting in a very subtle manner under the guise of experience 
and qualifications. 
CONCENTRATION: POLICY, PLANNING AND ADMINISTRATION 
SUBSTANTIVE AREA: COMMUNITY SERVICES 
APRIL 25, 1986 
ATLANTA UNIVERSITY 
AFRO-AMERICAN SOCIAL WORK ADMINISTRATORS: THEIR 
PROFESSIONAL ACHIEVEMENTS AND PERCEPTIONS 
A THESIS SUBMITTED TO 
THE FACULTY OF THE SCHOOL OF SOCIAL WORK 
IN PARTIAL FULFILLMENT OF THE REQUIREMENTS FOR 
THE DEGREE OF MASTERS OF SOCIAL WORK 
BY 
NOMINISE JOYCE GOGÜ 
ATLANTA, GEORGIA 
APRIL, 1986 
TABLE UF CONTENTS 
PAGE 
ACKNOWLEDGEMENTS  i 
LIST ÜF TABLES  i i 
LIST OF ABBREVIATIONS  i i i 
CHAPTER 
I. THE PROBLEM  1 
Introduction  1 
Statement of the Problem  1 
The Purpose of the Study  3 
Hypotheses  4 
Significance of the Study  S 
Scope and Limitations  5 
Definition of Terms and Concepts .. 6 
II. REVIEW OF LITERATURE  8 
Theoretical Framework  34 
III. METHODOLOGY  43 
IV. RESULTS AND ANALYSIS  52 
Results of Phase One  52 
Results of Phase Two  66 
V. SUMMARY AND CONCLUSIONS  76 
APPENDIX  80 
SELECTED BIBLIOGRAPHY  84 
ACKNOWLEDGEMENTS 
The author is greatly indebted to her 
academic advisor, Dr. Janice S. Vaughn 
for her warm encouragement and guidance, 
including giving permission and utili¬ 
zation of her study data of Atlanta 
University School of Social Work Grad¬ 
uates in completing this study. My 
special appreciation to all AUSSW alum¬ 
ni for their thoughtful responses that 
enabled me to complete this study. 
This study is dedicated to my daughter, 
Sikelelwa Nthabiseng, who will in the 
future have to face the experiences 
of being a woman in the world of work. 
LIST OF TABLES 
1. Current Employment Profile of AUSSW Graduates in 
Administration by Gender and Percent 
2. Duration of Current Employment of AUSSW Graduates in 
Years by Gender and Percent 
3. Current Employment Function by Gender and Percent 
4. Current Employment Practice by Gender and Percent 
5. Current Annual Salary in Thousands of Dollars by Gender 
and by Percent 
6. Licensed Social Workers by Gender and Percent 
7. Professional Organizational Affiliation by Gender and 
Percent 
8. Participation in Grant Proposal Writing by Gender and 
Percent 
9. Participation in Paper Presentation at Conferences by 
Gender and Percent 
10. Participation in Research Proposal Writing by Gender 
and Percent 
11. Participation in Article Publication by Gender and 
Percent 
12. Participation in Agency Evaluation by Gender and Per¬ 
cent 
13. Usage of Research Articles by Gender and Percent 
14. Age and Family Support and Type of Undergraduate Degree 
of AUSSW Female Graduates in Administrative Positions 
in Metro Atlanta Social Service Agencies by Frequency 
and Percent 
15. Current Job Title, Type of Employing Agency and Income 
of AUSSW Female Graduates in Administrative Positions 
in Metro Atlanta Social Science Agencies by Frequency 
and Percent 
16. The Perceived Effects of Being A Woman on the Experien¬ 
ces of the Afro-American Administrator by Percent 
LIST OF ABBREVIATIONS 
. AUSSW - 
. MSW 
. NAS W - 
. CSWE - 
. AC S W - 
. NABSW - 
. CSW 
Atlanta University School of Social Work 
Master of Social Work 
National Association for Social Workers 
Council on Social Work Education 
Academy of Certified Social Workers 
National Association of Black Social Workers 
Clinical Social Worker 




Perhaps the Social Work profession is in itself, an 
example of sex labeling of jobs, demonstrating the fact 
that gender is a central feature of the social division 
of labor. Although social work is regarded as a female 
profession, within this female profession, some tasks are 
socially defined as man's work. For example, Community 
Organization and Administration are male realms since they 
ostensibly require independence, aggression, and the abil¬ 
ity to work with influential business and community lead¬ 
ers; characteristics traditionally associated with men. 
Other tasks are considered to be woman's work, for 
example, casework and group work are feminine, with their 
emphasis on nurturing, which is defined as a feminine 
attribute. As a result, while two-thirds of all social 
workers are female, two-thirds of all social work admin- 
istrators are male.1 
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Where the Black social work professional population 
is concerned, out of a total of 88,512 Black social work¬ 
ers, 26,965 are male, and 61,547 are female; a ratio of 
one to four. The total Social Work population in America 
including all races is 459,984, of these Black social 
workers account for only nineteen percent (19.2%) of this 
total group.2 
As a result of their small numbers in the Social Work 
profession, Black social workers' views are not represented 
in research studies. Particularly, because the research 
results are interpreted in terms of majority percentages. 
This implies that Black achievements and Black perceptions 
might be ignored. 
Furthermore, with the advent of Keaganomics3 in the 
1980's, one wonders about the plight of Black administra¬ 
tors, particularly females, who are reported to suffer a 
double-minority status.4 
Statement of the Problem 
Considerable effort has been made to further the 
understanding of male-female variants among Caucasians in 
administrative positions and their perceptions regarding 
sex role stereotypes. Authors like Belon and Gould, 
Chernesky, Curlee, Raymond, Fanshel, Hanlam, Kravetz and 
Austin^ have addressed this issue. Their particular con¬ 
cern has been the underrepresentation of women in social 
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work administration and the problems women have to cope 
with in administrative positions. 
It is suggested here that there is little systematic 
data collection in social work literature, concerning such 
differences and concerns among Afro-American males and 
females in administrative positions, nor have there been 
examinations of how Black females perceive such sex role 
stereotypes. The scarcity of such knowledge gives rise 
to this study. 
The Purpose of the Study 
It is the purpose of this study to further the under¬ 
standing of Afro-American male-female variants in their 
professional achievement and career mobility as social 
work administrators in social service agencies. There¬ 
fore, the study will provide a detailed national profile 
of social work administrators who are graduates of Atlanta 
University School of Social Work 6 as from 1936 to 1985. 
The purpose is to make a comparative description of male- 
female variants in regard to professional achievement. 
The following aspects of professional achievement will be 
examined: employment, salary, licensing, professional 
association membership, research activity and the use of 
publications. 
In addition, the study will explore and describe the 
perceptions of Black female administrators concerning 
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certain variables that might have positive or negative 
effects on their career mobility. The following variables 
will be examined: bias in hiring, promotion, salary, and 
working relationships. 
This study will attempt to answer the following 
research quest ions: 
1. To what extent is professional achievement 
between male and females significantly different? 
2. What are female admi nistrators1 perceptions of 
barriers affecting their professional achievement 
and career advancement? 
Hypotheses 
From the literature review and the theoretical 
framework, the following hypotheses are posed: 
1. In phase one of this study, there is a greater 
likelihood that more males will have written a 
grant proposal, published an article, developed 
a research proposal, and evaluated an agency 
program than females. This is based on the fact 
that these research activities are specific 
functions expected of staff at administrative 
position levels. Besides, it is documented in 
social work literature that males are more like¬ 
ly to hold administrative positions than females. 
2. Both male and female administrators identify with 
the social work profession in that they hold 
membership in both NASW and NABSW. Very few in 
each gender will hold membership in CSWE and ACSW. 
3. Less than a third of female administrators will 
fall within the highest salary distribution scale. 
In other words, earn $50,000. 
4. More males utilize research articles in their 
practice than females. 
5. More males than females have left the profession 
and are now employed in non social work settings. 
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6. In phase two of the study, it is expected that 
the agency type will influence one's perceptions 
on sex role stereotypes. 
7. Finally, it is expected that female administra¬ 
tors perceive more racism than sexism as a bar¬ 
rier in their career mobility. 
Significance of the Study 
The study is significant for various reasons: 
. It will yield a detailed profile of educational 
outcomes of Social Work administrators from an 
Afro-American University. 
. It will fill the gap in existing knowledge r e g a r d- 
ing Black male-female variants in professional 
achievements as social work administrators, includ¬ 
ing Black female administrators' perceptions on 
sex-role stereotypes. 
. It will provide information for comparative use in 
examining Black/White female perceptions on sex- 
role stereotypes that might affect their career 
mobi1ity . 
Scope and Limitations 
The scope of the study is two fold: the first phase 
utilizes a national and bisexual sample; whereas, the 
second phase utilizes a local and unisex sample only. 
However, in the first phase of the study, the limiting 
factor is that the data for analysis is derived from 
secondary data collected by another researcher, which 
does not cover all of the aspects that this researcher 
was interested in analyzing. Furthermore, the sample 
subjects are only from one university. The sample 
population of phase two were selected on an availability 
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basis. This non random selection limits the analysis 
procedure, and limits the ability to generalize. 
The same limitations are found also in the second 
phase of the study. As a result of these limitations, 
the outcome of this study cannot be generalized to the 
general population. Inferences can be made based on the 
social work literature alone. 
However, the study will serve as a basis for further 
studies; above all, the study will provide insight into 
matters of concern to Afro-American female Social Work 
Ad mi ni st r at o r s . 
Definition of Terms and Concepts 
. Administrative Positions: Refers to supervisory 
and management functions. 
. Professional Achievement: Is measured by the fol¬ 
lowing indicators; employment, salary, licensure 
status, membership in professional organizations, 
research activity, and use of publications. 
. Career Mobi1ity/Advancement: Refers to change and 
movement that occurs over the course of an individ¬ 
ual's working lifetime. The term will be used 
interch angeab1 y with career advancement. 
. Afro-Americans: Refers to Black Americans of 
African descent. The term will be used interchange¬ 
ably with Black. 
. Marital Family Support System: Refers to being 
married; without marital support system refers to 




1 Detailed discussions of this issue by various 
authors can be found in the Journal of The National 
Association of Social Workers "A Special Issue on Women". 
Social Work, vol. 21, no. 6, Nov. 1976, p. 419-483. 
^Special Publication of the 1980 Census. 
PI 0/POP-83-1 . 
■^Reaganomics is a term coined by the media to 
describe the economic and social policies devised by the 
Reagan Administration to promote economic growth in the 
Ü.S. at the expense of the welfare of the people. 
^Lyon and Rector-Owen,"Labor Market Mobility Among 
Black and White Women: Longitudinal Models of Occupation¬ 
al Prestige and Income". Social Science Quarterly, vol. 
1980, p. 6b. 
^Belon, C., and Gould, K. Not Even Equals: Sex- 
Related Salary Inequalities, Social Work, vol. 22, 1977; 
Chernesky, R., "Women Administrators in Social Work." in 
E. Norman and A. Mancuso (Eds.) Women's Issues in Social 
Work Practice, Itasca, IL. : Peacock, 1980; Curlee, M. 
and Raymond, F. "The Female Administrator: Who Is She?" 
Administration in Social Work, vol. 2, 1978. Fanshel, D. 
"Status Differentials: Men and Women in Social Work." 
Social Work, vol. 21, 1976; "Hanlan M.S., Women in Social 
Work Administration: Current Role Strains. Admini stra¬ 
ti o n in Social Work, Vol. 1, 1977; "Women's Issues: The 
Views and Experiences of Women Administrators" Adminis- 
tration in Social Work, vol. 8, 1984. 
CHAPTER II. 
REVIEW OF LITERATURE 
This study is concerned with making comparisons 
between male and female variants in their professional 
achievements as Afro-American social work administrators. 
In addition, the study examines female perceptions of 
barriers that have been identified through the literature 
as having an impact on their career advancement. 
Hopkins claims that race, class, and sex serve as 
the basic reference points around which American society 
is organized. Discussing sexism, he argues that gender 
fundamentally shapes one's life, determines the type of 
socialization one gets, affects ones emotions and ones 
personality attributes.1 At the same time, Murgatroyd, a 
British sociologist states that: 
Gender is the central feature of the 
social division of labor. Within 
the formal and paid employment there 
is a high degree of segregation by sex. 
Most jobs are considered better suited 
to one sex than the other sex. These 
men's jobs and women's jobs have 
become so defined through a variety of 
specific historical processes.2 
Social Work, for instance, is generally identified 
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as a woman's profession. Its beginning can be traced to 
the activism and vision of women who were pioneers of 
social change as charity workers, clubwomen, reformers 
and suffragists. 
Kravetz provides a historical perspective which 
strongly suggests that women, in spite of their numbers 
in the profession, have always stood at a disadvantage in 
terms of status and upward mobility. 
Social Work literature is replete with documentation 
which supports the existance of sexism in the profession. 
During the 1970's, the concern was underrepresentation of 
women social workers in administration, in proportion to 
their numbe rs . 
Chernesky summarized research findings in this area 
reporting that studies confirm that women tend: 1) To be 
located in direct service positions; 2) To remain in those 
positions longer before being promoted to first adminis¬ 
trative level; 3) To be located in lower-level administra¬ 
tive positions; and 4) To have limited access to top exec¬ 
utive and administrative positions.3 
Furthermore, she contends that the situation appears 
to be growing worse rather than better; the ratio of 
female to male administrators is actually declining. In 
addition, some authors have explained the issue of pro¬ 
fessional achievement of women and their career advancement 
in terms of gender. Besides, administration has tradition- 
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ally been defined as "rational" and "task oriented", it 
was thus regarded as the "natural domain of males." 
Because administration is defined as consistent with the 
traditional male role, it is associated with higher pro¬ 
fessional status and draws the profession's highest sal¬ 
aries . 4 
This male dominated realm, therefore, provides one of 
the clearest examples of the operation of sexism within 
the social work profession. Kravetz and Austin allege 
that discussion of women in social work administration 
have focused on how sex-role socialization affects pro¬ 
fessional behavior and how institutional sexism limits 
the perceived and real choices of women workers.6 
In addition, observed differences between women and 
men in salary and career advancement has been associated 
with a wide range of internal and external factors. 
Kravetz and Austin summarized these to include: 1) female 
socialization; 2) sex-role conflicts; 3) sex labeling and 
sex segregation of jobs; 4) wage discrimination; 5) biased 
attitudes of employers and other staff; 6) the lack of 
informal professional support systems and mentors for 
women; 7) sexual harassment; and 8) structural factors 
which constrain women's opportunities, power and upward 
mobility within organizations.6 
The above explanations are also relevant and appli¬ 
cable to other female professions: for instance, 
Cooperperson, a director of women's employment placement 
agency was interviewed by Kelly and identified the follow¬ 
ing barriers: 1) Socio-psychological, 2) role conflict 
and, 3) organizational factors. When all these are exam¬ 
ined, they boil down to the issue of sex role stereotyping 
and sexism. For instance, she maintains that: 
Even in professions that fulfill 
women's conventional prescription 
of the hel pmate/server/caregiver, 
the top positions of authority, and 
power and salaries that go with 
them, are usually held by men 
because the perception is that the 
person in command must be male 
because only he has the character¬ 
istics to do the job. This entire 
issue of sex-role stereotyping has 
a very complex and pervasive influ¬ 
ence. What happens is that women 
incorporate society's view of their 
lesser status into their self-image. 
They develop low self-esteem, lack 
self-confidence and do not trust 
their own abilities and capacities. 
Instead they learn to look to others 
for approval.7 
These ideas are congruent with those found in social 
work literature. Discussing the role of mentors, however, 
she cautioned women on the issue of mentorship. She con¬ 
tends that mentors or the lack of such, is a major road¬ 
block to women's career mobility. Unlike other authors 
who just pointed out the need for mentors, Cooperperson 
went a step further when she expounded on the pros and 
cons of mentors: 
First, many women do not have mentors 
because for the most part the people 
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in the position to be mentors are 
males. There are several reasons for 
this mistrust. Men often do not want 
to be suspected of supporting a 
woman's career growth for other than 
professional reasons. There is also 
a conflict of sex identity and the 
potency of male bonding. They also, 
in many cases, do not want to promote 
the career development of a woman over 
that of their male colleagues.8 
Another drawback of being mentored is if one hitches 
oneself to a "falling star", when this person falls from 
grace, one goes down with them. Concerning the belief 
that other successful women act as mentors to other women, 
Cooperperson has contrary views in regard to this popular 
concept. She contends that "too often a woman who has 
attained a level of success is a "Queen Bee"; who has 
incorporated all the negative stereotypes about women. 
She regards this behavior as a "horizontal hostility" 
of women towards other women as they compete for male 
approval; this becomes another barrier tripping up women. 
Even so, Cooperperson supports the views that women need 
to learn to network and support one another in and out of 
the workplace. 
She also identified sex labeling as occupational sex¬ 
typing which follows the same pattern already discussed. 
To support her statement, she claims that only one percent 
(1%) of upper management positions and six percent (6%) 
of middle management positions in this country are filled 
by women. 
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Similarly, Dye and Strickland found that fewer than 
five percent (5%) of the leaders of the nation's largest 
and most prestigious institutions are women. The most 
alarming fact is that out of a sample of three-hundred 
and eighteen (318) top female administrators in leadership 
positions, only three (3) Black women were identified.10 
In the entire job market, Cooperperson claims that 
only three point eight percent (3.8%) of working women 
earn over $26,000 a year. In 1979, the New Jersey 
Department of Civil Service reported that men represent 
over eighty-two (82) percent of all individuals making 
over $25,000 in the New Jersey Department of Human Ser¬ 
vices.11 Discussing the monetary issue, she claims that 
women are still earning sixty-one (61) cents for every 
dollar that a man earns at the same job. 
Another barrier she identified is job turning. When 
a large group of women enter an occupation that was for¬ 
merly predominated by men, history shows that salary and 
status go down. The reverse is also true. For instance, 
in social work and nursing, as men enter these professions, 
the salary escalates. However, it is men who benefit by 
moving into higher paying positions of administration and 
community work which net the highest salaries. In addi¬ 
tion, she contends that men are promoted over women 
because women's contributions are often overlooked. 
Women's work is invisible, it is in the background or is 
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actually co-opted by other people.12 Finally, she iden¬ 
tified informal networks and sexual harassment as further 
roadblocks to women's career advancement. 
Concerning the plight of Black women in social work, 
there is a scarsity of documentation. However, some stud¬ 
ies have been conducted on Black women in corporate 
America. The recent issue of B1ack Enterprise has an 
article on Black women executives which states that: 
While the number of women moving up 
through the ranks in American cor¬ 
porations has increased drastically 
in the past decade, Black women 
have not progressed as well as 
White women or Black males. The 
Bureau of Labor Statistics reports 
that there were only 764,000 Black 
female managers in 1983; about 8% 
of the total managers and less than 
6% of all managers in the United 
States. (This figure represents 
women in a wide variety of manage¬ 
ment positions including those at 
the administrative level, in both 
private and public sectors). White 
women on the other hand numbered 
8,648,000 or ninety (90) percent of 
the total number of female mana¬ 
ge r s . 13 
Some top notch executives interviewed in the Black 
Enterprise study claim that Black women are clustered at 
middle and lower management and administrative levels. 
They noticed little or no evidence of Black women moving 
up into upper management. 
Even though White women are also 
complaining about their trouble 
breaking into senior management 
. . ., Black women, however have 
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to contend with a "double jeopardy" 
of sex role stereotyping and at the 
same time deal with racism. This 
situation places her at the worst 
disadvantage of all corporate climb 
e rs.14 
The same statement applies equally for Social Work 
climbers. Furthermore for Black women, the blockage of 
the old-boy network is more acute. Toni Faye is quoted 
by Black Enterprise as saying that people have not been 
able to place race and sex on the table. This leads to 
Black women having to constantly try to prove that they 
are team-players. However, Fay contends that it is par¬ 
ticularly difficult when one is proving oneself to people 
who have never worked in multi-cultural situations. She 
concludes that: "These are times that one understands 
what it means to be in the minority".^ The article con¬ 
cludes that: 
For most Black women, it's the little 
things that happen day to day that 
remind them of racism and sexism they 
must handle and sometimes ignore to 
carry out their own agendas. In 
addition, they experience loneliness 
of being the only Black manager in a 
division or company. Without an 
internal support group of friends, 
coworkers and mentors, the process of 
adjusting to the company's culture 
and handling the daily pressures of 
getting the job done is twice as dif¬ 
ficult . 16 
Perlmutter and Alexander, while reviewing available 
data in the social work literature on patterns of board, 
administrative, and staff deployment of minorities and 
women, found that often minority executives tended to run 
disproportionately small units. 
Furthermore, the available data indicates that there 
are Black personnel in higher administrative and supervi¬ 
sory positions, but relatively few at the operational 
level. Therefore, it would seem that the B1ack Enterprise 
findings applies to Black social work female professionals 
as well. 
Outside the workplace, more and more 
women report that they depend on net¬ 
working groups such as professional 
and community organizations to help 
them over the rough spots and to pro¬ 
vide opportunities to use more of 
their managerial skills. To compound 
their plight is the fact that for 
many Black women loneliness and frus¬ 
tration are constant in their personal 
lives as well. A disproportionate 
number of Black female executives are 
single or divorced. Others feel iso¬ 
lated from their friends and families 
who are not caught up in the fast- 
paced 1 i f e . 17 
It has been proven that Black women are as competent 
as anybody. However, judging by the progress made by the 
few successful Black women in the corporate world, the 
women interviewed in Black Enterprise contend that the 
blocking barrier for women is corporate discrimination 
rather than professional abilities. 
Further examination of the literature reveals that 
there are other subtle but effective barriers which male 
colleagues utilize to put female administrators in "their 
places". Curlee and Raymond identified role casting which 
is based on male sex role stereotypes. They argued that, 
first, men place the female administrator in her tradi¬ 
tional family roles; by assigning to her a role of the 
daughter, mother, and the homemaker/hostess . In behaving 
toward the female administrator in the familiar family- 
related roles, the male can relax as his superiority is 
unthreatened and he can relax toward the female in behav¬ 
iors learned since his earliest memories and socialization 
experiences.18 
The second form of role casting involve sex roles as 
the tease, the piece, the lover, the prostitute or baby- 
maker. Each role has the same purpose of keeping the 
woman in check and assuring the dominance of the male in 
his world of administration. 
Finally, another role set is that of the rival roles 
in which males see the female administrator as an inter¬ 
loper, an intruder in the male's world. She is viewed as 
one who has abandoned her ascribed role in the home or in 
"female jobs" and has become a challenge or threat to 
males with whom she is now competing. Consequently, the 
response of males involve casting her into one of several 
roles so that the challenge she represents can be tolera¬ 
ted. Therefore, she is cast in the role of the rookie, 
the dumb broad, the bitch and castrator.1^ 
To overcome these sexist views, Curlee and Raymond 
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suggest that: 1) Female administrators need to examine 
their own attitudes and beliefs regarding sex roles; 
2 ) Deal honestly and openly with the role casting when it 
occurs rather than deny it, rationalize it, suppressing 
its reality or laughing about it; 3) Keep proper perspec¬ 
tive of her work; and 4) Develop women's groups and cau¬ 
cuses within social agencies to deal with all types of 
sexist practices that exist in the agencies.20 
Kravetz and Austin identified the following experi¬ 
ences as perceived by women administrators to have impact 
on their being females, namely: hiring; promotion; s a 1 - 
ary; interaction with superiors; behavior of subordinates; 
behavior towards subordinates and access to professional 
networks.21 
Concerning sex bias in hiring, they find that sixty 
percent (60%) of female administrators reported no effect, 
either positive or negative. Only nineteen (19%) percent 
thought that affirmative action efforts or the fact that 
their agency or unit served only women, had any positive 
influence on their being hired. Twenty-one (21) percent 
reported negative effects on their being hired. These 
included being asked about their husband's careers; care 
of children; marital and parental status; hiring of only 
men in certain agency settings; and compensating for being 
females by using better in order to get "egual" considera¬ 
tion; in other words, women managers must constantly 
prove that they can perform at a superior level because 
the successful manager is defined in terms of a male 
model and male characterise cs . 
Furthermore, their findings about bias in promotion 
yielded seventy-five (75$) percent of administrators per¬ 
ceiving no sexual effects in getting promotions. However, 
many middle management administrators have not tried for 
promotions for top executive positions. If this were so, 
then, they expressed the view that being female would 
more likely make a difference. 
The nine percent who viewed being female as a posi¬ 
tive factor in their advancement, cited affirmative 
action as the important variable. Sixteen (16%) percent 
said that their sex was a negative factor in their career 
advancement, because they had to work twice as hard as a 
man in order to be noticed for promotions; besides, women 
are promoted mostly in middle management but don't reach 
top management. 
The views of this sixteen percent, supports 
Cooperperson ' s contention that women are invisible. 
Therefore, it is not surprising that these women thought 
that they needed to work harder so as to attract attention 
to themselves. Also, the view that they are clustered in 
middle management is also held by Black managers in the 
corporate world. 
Fifty-six percent of the sample reported no sex bias 
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in salaries they get, primarily because of civil service 
setting the rates. Even so, several noted that sex 
remained a factor in that women's salaries are lower 
because women are rarely in higher level positions; sex 
influenced their salaries in that they are in a woman's 
field, and the fact that women are willing to work for 
less. The rest of the sample, forty-four (44%) percent, 
reported that their sex had a negative influence on their 
salaries. They expressed the view that their salaries 
were lower than their male counterparts because they are 
in a woman's field. Not a single woman said that being 
female was an asset in regard to salary. Social work 
literature is replete with documentation supporting these 
findings. 
Concerning their perceptions on interactions with 
their superiors, thirty-two (32) percent reported no 
effect, in other words, they were not treated differently 
just because they were females. The majority, sixty- 
eight percent, reported various negative experiences and 
treatment from board members, agency administrators and 
superiors, including male representatives of sponsoring 
agencies. Common negative issues were: being viewed as 
less capable than men; being given less responsibilities 
and autonomy; not being heard or supported; and being 
treated in a patronizing manner.22 
Further studies documenting or supporting these 
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findings in social work literature are plenty. Interacting 
with subordinates yielded interesting findings. Sixty-five 
percent of the sample reported differential treatment by 
their subordinates because of their sex, namely, men were 
having difficulty taking directions and constructive cri¬ 
ticism from a woman, older men were having the most dif¬ 
ficult time with women as supervisors and directors. 
This problem has already been discussed where we 
pointed out that men resort to reverting to familiar fam¬ 
ily roles when confronted with such situations. Secre¬ 
taries were reported as disrespectful and probably dis¬ 
playing what Cooperperson refers to as “horizontal hos¬ 
tility" of women against other women. Sex issues were 
problematic rather than negative or unsurmountable. 
Fourteen percent (14%) of these women mentioned pos¬ 
itive effects of being females, namely, more openness and 
support from and more comfortable working relationships 
with subordinates, especially female subordinates. Some 
noted problems with female subordinates in that females 
tended to need more personal support for their own per¬ 
sonal problems. 
From these findings it can be inferred that female 
administrators acted as mentors to their subordinates. 
Seventy-five (75%) percent reported that their own behavior 
influenced their attitudes toward their subordinates. Gen¬ 
erally, their view was positive, especially their ad minis- 
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trative style which was regarded as supportive, being 
open, less formal and more sensitive than that of male 
administrators; and more understanding of personal issues 
and problems than males. However, some problems were men¬ 
tioned, namely, keeping jokes asexual and being more 
assertive with their subordinates. 
Being a female proved to be a negative effect to 
sixty-five percent of these respondents, especially acces¬ 
sing informal networks in their agencies and professional 
community. They were excluded from the "the old boy's 
network", were not invited socially to share drinks, 
lunch or sporting activities. The importance of such 
informal networks have been identified by several authors 
in social work but especially in business professions. 
To counteract the negative influence of informal net¬ 
work i so 1 ation/exc1usion , several women created their own 
"girl's club". Women's support networks are often outside 
their own agencies, consisting of women from different 
agencies and in different types of administrative posi¬ 
tions. 
Among these administrators, seventy-two (72%) percent 
believed that a woman administrator must be more competent 
than a man in the same position in order to be viewed as 
equally competent. They felt that women need to be more 
prepared, better organized and must strategize more to 
survive. Some define the problem in terms of visibility. 
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Forty-four percent of administrators in this study 
have been sexually harassed on their job by their super¬ 
iors, co-workers, board members and members of funding 
sources. Verbal harassment included offensive dirty 
jokes, teasing, sexual innuendoes, repeated requests to 
have sexual relations and threats for noncompliance with 
sexual demands. Physical harassment included many forms 
of unwanted touching; such as, "pats on the butt" on the 
head, caressing and kissing. This study therefore con¬ 
firmed Curlee and Raymond's explanations about role 
casting by males and the need for women to deal with it. 
In another study, Ezell and Udewahn examined the 
attitude of public social service administrators on fac¬ 
tors impacting on the following variables: 
1) the initial movement of women into 
management positions; 2) women func¬ 
tioning as managers; and 3) the pro¬ 
motion of women in the management 
hierarchy in public social service 
organizations. Furthermore, they 
attempted to determine whether there 
are significant differences in male 
and female respondents concerning the 
impact of these variables . . . The 
results showed the greatest disparity 
between the responses of men and women 
as far as the agency environment, with 
men agreeing more strongly that an 
environment which is conducive to the 
movement of women into management 
exists within their agencies.2 3 
This disparity of opinion is explained by the authors 
in terms of sex role stereotyping views. For instance, 
women respondents agreed more strongly that within their 
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agency, there was a belief that only men can handle cer¬ 
tain kinds of managerial positions. Again, women managers 
agreed more strongly that within their agency there is a 
common belief that women administrators have a higher 
turnover and absenteeism rate, which in turn, leads to 
women not being as readily selected as men for managerial 
positions. 
A significant difference was also found in the per¬ 
ception of men and women respondents concerning the vari¬ 
able agency selection and recruitment practices, with men 
agreeing more strongly than women that agency practices do 
not deter women being selected for managerial positions. 
Not only did women agree much more strongly that men are 
more actively recruited for management positions, but that 
there were differences in evaluation criteria used for 
evaluating individuals for management positions. Women 
are evaluated more on the basis of past performance, while 
men are evaluated more on the basis of potential. 
There were other significant difference noted, for 
instance, a significant difference in perception of per¬ 
sonal characteristics of women. The greatest impact seem¬ 
ed to center around the educational backgrounds of women 
and monitoring of careers by women. Women agreed more 
strongly that more women in social service organizations 
have a social science education; whereas, more men have 
science and business backgrounds. Such a situation places 
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the female at a managerial skill disadvantage for selec¬ 
tion as a manager. 
Furthermore, women agreed more strongly that women 
do not actively monitor their career direction as much as 
do men, but tend to accept what they are offered. Con¬ 
cerning external factors, the results indicated that the 
respondents as a whole did not believe that affirmative 
action and federal legislation are having a strong posi¬ 
tive impact on the initial movement of women into manage¬ 
ment. 
Co-worker perception yielded mixed results. The 
majority of respondents, both male and female, agreed 
that this is not a major problem area impacting on women 
functioning as managers. However, an examination of 
responses to individual statements included in this vari¬ 
able, showed that a substantial number of women disagree 
with this proposition. For example, forty-eight percent 
of women respondents believed that women are not readily 
accepted as managers. 
In addition, thirty-nine percent of the women expres¬ 
sed the view that men respond to the woman manager in sex 
role stereotypes, already discussed in this paper by 
Curleee and Raymond. Additional findings include the 
agreement of over a fourth of the women respondents that: 
1) there is a lack of professionalism extended to women 
managers by male co-workers; 2) women managers feel 
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isolated by being excluded from informal social interac¬ 
tions that characterize self-made work groups; 3) subordi¬ 
nates may feel they are jeopardizing their positions by 
being in a department or agency managed by a woman since 
women managers may not be able to command as many resources 
as a male counterpart; 4) women managers are highly visi¬ 
ble and thus are excellent "targets ".24 
These findings seem to conflict with findings by 
Kravetz and Austin discussed earlier. However, the differ¬ 
ences might be caused by the method of data collection and 
study sample. 
Women believed that aggressive, entrepreneurial behav¬ 
ior is more acceptable when exhibited by men than by women. 
This stereotype view therefore, limits women managers. 
Hopkins contends that these sexist views are institutional¬ 
ized barriers built to screen out some women from the 
aspiration of the American dream. 
The examination of external factors revealed no sig¬ 
nificant differences in perceptions reported by both groups. 
Men and women both disagreed strongly with the statement 
that affirmative action has resulted in less than qualified 
women being selected for management positions in their 
agencies. However, women agreed even more strongly that 
if due to affirmative action, less than qualified women 
are chosen for managerial positions, then, their ineffec¬ 
tive performance casts doubt on women in general to operate 
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effectively as managers. 
Agency environment was the variable that showed the 
greatest dispartity between male and female responses. In 
fact, out of ten variables analyzed, this particular vari¬ 
able showed the greatest perceptual differences between 
the sexes. As noted in the section dealing with the ini¬ 
tial movement of women into management positions, men 
agreed strongly that an environment that is conducive to 
the promotion of women in management hierarchy existed in 
their agencies. 
Whereas eighty (80%) percent of the men disagreed, 
while sixty-five (65%) percent of women agreed that women 
in management positions have to work twice as hard and do 
twice as good a job as their male counterparts to "prove" 
themselves worthy of promotion to the management hierarchy. 
Women perceive that the primary problem areas regarding 
their promotion in the management hierarchy to be the fol¬ 
lowing reasons: 1) mentor systems work more effectively 
for males than for females; 2) Upper-level management 
positions tend to be political and, traditionally, the 
political arena is male dominated; and 3) upper-level man¬ 
agement positions are filled predominantly by males, and 
when they make recommendations for managerial positions, 
they tend to select other men for these positions.25 
It seems that Cooperperson1s explanations as discus¬ 
sed earlier in this paper are relevant and justified when 
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we consider the above findings. Another significant dif¬ 
ference in perception between the sexes was reported for 
the variable: personal characteristics of women. Even 
though both sexes agreed that women are no less motivated 
than men to aspire to high level managerial positions, 
their opinion differed considerably with respect to other 
factors. For example, women agreed, whereas men disagreed, 
that the stereotypical belief exists that women are viewed 
as being limited in the toughness, stability, creativity, 
and judgement required to meet the demands of high-level 
management positions. Furthermore, women agreed more 
strongly that women are less able than men to promote 
their careers, because they lack schooling in organiza¬ 
tional power politics. 
Again, both sexes shared the same view that affirma¬ 
tive action and federal legislation have had little 
impact on the advancement of women in the management hier¬ 
archy. At the same time, both sets of respondents agreed 
that factors such as the increasing cost of living and 
more women being heads of households, will serve as incen¬ 
tives for more women to aspire to higher salaried, upper- 
level management positions. 
In conclusion, Ezell and Odewahn pointed out that 
their study provided empirical evidence and support for 
many of the propositions found in social work literature. 
The implications of the study for the practitioner suggests 
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that agency environment, agency recruitment and selection 
practices, including co-worker perceptions, are those 
areas which seem to be having the most direct impact on 
women in management in the public social service organi- 
zations studied . 
Stereotyping attitudes and behavior with its negative 
consequences, indicated its existence, especially as it 
relates to the promotion of women into management hierar¬ 
chy . 26 
Ezell and Odewahn's suggestions on overcoming these 
barriers, is consistent with suggestions by Curlee and 
Raymond as discussed already. To support further their 
argument, they pointed out that of the forty-eight (48) 
statements included in the questionnaire, a significant 
difference of P< .001 in responses was found for thirty- 
three (33) statements. Only on nine statements was there 
reported no significant difference.2? 
Furthermore, their suggestions were more specific, 
for instance, where agency recruitment and selection prac¬ 
tices are discriminating against women, correctional 
action like joint management training programs, are recom¬ 
mended . 
In addition, sessions on career monitoring and devel¬ 
opment are encouraged. At the same time, the author cau¬ 
tions against special training for women as these might 
actually facilitate sexism or lead to perceived sex 
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differences where none had previously existed. 
The above study seems to confirm Hanlan's ideas on 
the current role strains of women in social work adminis¬ 
tration. She maintains that some degree of role strain 
and conflict remains an integral part of the leadership 
function for most women in administration today. She 
claims that women had to be more competent to make up for 
being women; that they lack role models and therefore need 
to have patience and a tolerance of ambiquity to cope with 
all the possibilities of misunderstandings, misconceptions 
and resentment that may be present; women have to cope 
with the lack of access to nonformalized information that 
is sometimes crucial for decision making especially in 
large organizations.28 
The actual degree of the role strain depends and var¬ 
ies according to the perceptions and status of colleagues. 
With superiors and peers (usually male), administrators 
may initially try to be both feminine in traditional terms 
and extra competence in order to develop respect for per¬ 
formance without the hostility incumbent upon preceived 
threats to her colleagues' masculinity. With subordinates, 
she may experience the problem of males accepting and 
taking directions and constructive criticism from a 
female. 
Besides, some males doubt whether she can command as 
many resources as a male counterpart, given the less than 
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androgynous world. The subordinate may feel he/she is 
jeopardizing his/her position by being in a department 
headed by a woman. This is therefore additional pressure 
for women administrators to be more competent and effec¬ 
tive in the garnering and development of resources. 
Hanlan also referred to the disrespectfulness of 
secretaries who would finish first male's work; their 
written memorandums may contain titles, for example, Or. 
or Mr. when refering to males but not when referring to 
females. 
Hanlan strongly recommended the rejection of 
Kadushin's explanations of male administration enclaves. 
"In a profession committed to an innate dignity of all 
human beings, we should work to eliminate sexism, not to 
apologize for it nor to institutionalize it." Furthermore, 
she recommended specific training of women for management 
positions; training that deals with skills neglected dur¬ 
ing an earlier time, together with discussions of women's 
own lingering views of themselves as less than feminine 
when assertive and competent; above all to diffuse some 
of the anxiety that results from such conflicts. In 
addition, she suggested that thought should be given to 
the possibilities of differing career posit ions.29 
In discussing the sex-labeling of jobs, Oppenheimer, 
pointed out the already discussed variables. In addition, 
lie discussed three important factors that tend to make 
32 
and keep many jobs predominantly male, namely; 1) career 
continuity; 2) motivation and 3) geographical mobility. 
The first two factors have been covered in this paper. 
The third factor, namely, geographical mobility, operates 
to keep women out of several occupations, and concerns 
women's willingness to migrate and/or to follow her hus¬ 
band when promoted and required to move elsewhere.3° 
However, the effects of this might be minor for the 
social work profession, because it tends to be fairly 
standardized throughout the country. 
The above discussed notion is partly supported by 
William et. al.'s findings that men leave jobs for dif¬ 
ferent reasons than women; men are more likely to leave 
for higher paying jobs; whereas, married women are more 
likely to change jobs because their husbands are trans- 
ferred.31 
This therefore explains the belief that women cannot 
be depended on to be around long. Since most women are 
employed in women's jobs, and their husbands are mobile, 
it follows, therefore that women would leave their jobs 
every time the husband moves. Therefore, it is men's 
instability in jobs that forces their wives to leave. 
Thus men's actions reinforce some of the stereotyping 
beliefs. 
Judith Pierson summarized the facts about women who 
work as foilows: 
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Nine out of ten women will work at some time in 
their lives. 
A majority of women work out of economic necessity. 
About two-thirds of all women workers are single, 
widowed, divorced, separated or have husbands 
whose earnings are less than $10,000 a year. 
About forty-three (43) million women were in the 
labor force in 1 97 9 ; they constituted more than 
two-fifths of all workers. About five (5) million 
Black women were in the labor force in 1979; they 
constituted one-half of all Black workers. 
Forty-seven (47) percent of Spanish-origin women 
in the labor force in March, 1979 (two million 
women) accounted for thirty-nine (39) percent of 
all Spanish-origi n workers. 
Sixty (60) percent of all women eighteen to sixty- 
four (18-64) years of age were workers, compared 
with eighty-eighty percent (88%) of all men. 
The more education a woman has, the greater the 
likelihood she will see paid employment. Two out 
of three women with four or more years of college 
were in the labor force in 1979. 
In 1977, the average woman could expect to spend 
almost thirty (30) years of her life in the work¬ 
force. 
Women workers are concentrated in low-paying dead 
end jobs. As a result the average woman worker 
earns less than three-fifths of what a man does, 
even when they both work full-time. 
The average woman worker is as well educated as 
the average man worker; both have completed a 
median of 12.6 years of schooling. 
Fully employed women high school graduates (with 
no college) have less income on the average than 
fully employed men who have not completed elemen¬ 
tary school. Women with four years of college 
have less income than men with only an eighth 
grade education. 
Women are somewhat less prone than men to leaving 
their jobs. And of women who do quit (including 
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all group levels) only 11.5% leave for family 
reasons. 
. The absentee rate for men is 5.4 days per year, 
women average 5.3 days per year. 
. Men represent over eighty-two (82) percent of all 
individuals making over $25,000 in the New Jersey 
Department of Human Services. 
. The percentage of female executives in social ser¬ 
vice/welfare/mental health agencies has 
decreased from sixty (60) percent in 1957 to 
sixteen (16) percent in 1976. 
. The mean rate of promotion for men in the New 
Jersey Division of Youth and Family Services is 
.91 years; for women the mean is 2.23 years. 
. Men move out of direct service positions twice as 
fast as women. 
. In a study of twenty-two (22) basic managerial 
aptitudes, women matched men's scores on fourteen 
(14) items. Of the eight (8) aptitudes in which 
there were sex differences women excelled included 
accounting, persuasion, general memory and 
abstract visualization.32 
To sum up, observe that there is only one article on 
black female executives, even so, it is not from the 
social work literature, but from a related field; busi¬ 
ness. 
Theoretical Framework 
Social stratification theory is important in under¬ 
standing professional achievement. It is concerned with 
social position in general, and power and influence vest¬ 
ed in the position in particular. Allocation concepts 
such as ascription and achievement are given great weight. 
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Sometimes persons are born with attributes which 
themselves suffice to determine the individual's future 
social position; for example, being born Black in the 
world and/or female, places one in a very disadvantaged 
position. At the same time, being born Black but into 
middle class promises favorable access to certain attri¬ 
butes. Thus, one may get special opportunities for high¬ 
er education or for attaining influence or power. Such 
attributes constitute particularistic bases of position 
and status attainment. For the most part, many Blacks 
have obtained such attributes by acquiring an education; 
saving money or buying property; by obtaining a high pay¬ 
ing job; by being elected into office and so on. Such 
attributes constitute achieved bases of position and sta¬ 
tus. 
Therefore on their own and others' efforts, the 
Atlanta University School of Social Work graduates, have 
achieved the professional education and thus the status 
of professional MSW social workers. This was just one 
part of the struggle, because they are still faced by 
other barriers built into the social mobility race. 
Hopkins contends that these barriers are used to screen 
out certain groups. Thus, we find that together with 
race and class, sex serves as one of the basic reference 
points around which American society is organized. 
He explains that gender affects the emotions we are 
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taught to exhibit, the personality traits we are to devel¬ 
op, the vocational inclinations we pursue, the goals we 
aspire to, the way we relate to our peers and authority, 
the responsibilities we expect to assume and how we define 
our individual identity. 
This socialization results in women being restricted 
in their aspiration to the American dream of individual 
upward mobility and personal accomplishments, because 
they occupied an ascribed status that carried with it an 
automatic set of duties and obligations. Hopkins contends 
that, this is the very heart of sexism.33 
In addition, Murgatroyd states that gender is the 
central future of the social division of labor: some 
tasks are socially defined as "men's tasks", for example, 
in social work administrative tasks are defined as "men's 
work"; others are considered to be "women's work", namely 
casework. He contends that gender is of crucial importance 
not only in assigning people to "places" in the division 
of labor, but also in the very definition of occupations, 
and thereby in shaping the division of labor as a whole. 
Once occupations have been culturally defined as 
appropriate to one sex, entry to them by individual mem¬ 
bers of the other sex is controlled through a number of 
mechanisms. These mechanisms range from explicit bar¬ 
riers to entry, or other formal measures, to norms which 
make it inconceivable that a woman should do job 'x' or a 
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man job 'y1. Where the normative boundaries are trans¬ 
gressed, sexual harassment; role casting and physical 
assault occur. By these means, women are generally deter¬ 
red or prevented from pursuing traditionally male occu¬ 
pations, even where they are legally entitled to do so.34 
Where women have entered traditionally male preserves 
despite these pressures, their performance and promotions 
may be impaired by sexual harassment and discrimination 
from colleagues, clients, or superiors. 
Social work literature is replete with documented 
evidence to sexual harassment, role casting, sex role 
stereotypes. Murgatroyd also noted that many men entering 
"feminine" occupations do so with the realist expectation 
of rapid promotions to higher reaches of the occupational 
hierarchy in which men are once again in the majority. 
This is exactly the trend in social work, which is cul¬ 
turally defined as a woman's profession. These social 
arrangements are then the means whereby sex-segregation, 
and hence a sexual division of labor have been maintained 
through periods of rapid social and economic change.35 
It is due to this recognition of sexism and social 
division of labor according to gender that Chernesky con- 
c 1 uded that : 
1) women who aspire to management are 
at a serious disadvantage in comparison 
to their male peers even though they 
have the knowledge and skills to be 
technically qualified; and 2) 
38 
preparation of women for management 
must take into account the handicaps 
women come with and the barriers they 
confront, if training is to be effec¬ 
tive . 36 
Observed differences between males and females in 
career mobility and salaries has been explained by exter¬ 
nal and internal factors such as: 1) female socialization; 
2) sex role conflicts; 3) sex labeling and sex-segregation 
of jobs; 4) wage discrimination; E> ) sexual harassment; 
6) biased attitude of employers and other staff; 7) lack 
of informal professional support systems and mentors for 
women; and 8) structural factors which constrain women's 
opportunities, power, and upward mobility within organiza¬ 
tion s . 3 ? 
There appears to be a general consensus among authors 
about the relevancy of these theories in explaining the 
issue of women's professional achievement and career 
mobility in social work literature. 
However, it appears to this author that the revital¬ 
ization and outspokenness of feminists in social work on 
sexism, has overshadowed and played down the issue of 
racism in the social work profession. Black females are 
invisible in the struggle for equal opportunity, they are 
either not included in the study samples or their numbers 
are so small as to be of no consequence. Therefore, their 
views and feelings are ignored by the same professionals 
who claim to be fighting for equal treatment and opportu- 
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nity for all. Mostly the plight of Black women is only 
mentioned in passing by some authors. 
It is a fact that Black women, even in social work 
profession, lag far behind from both white women and 
Black men in their career advancement. 
The opinion of this author is that social stratifi¬ 
cation and social mobility theories are more appropriate 
and can adequately address the issue of inequalities in 
male and female professional achievement and their career 
mobility, without excluding the issue of race. This 
author believes that discussion of these issues in the 
social work profession are just a ploy if the issue of 
race is ignored. This has been the major weakness noted 
almost in all the studies reviewed for this paper. 
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CHAPTER III. 
METHODOLOGY 
Since this is a two phase study, two different data 
collection techniques were utilized, namely secondary data 
analysis in phase one and primary data collection in the 
form of face-to-face interviews on the second phase. 
The first phase of the study was on the national 
basis. The study sample of N = 105 was drawn from AUSSW 
Graduate Educational Outcome Survey N = 252 conducted by 
Dr. Janice Vaughn and AUSSW doctoral students in 1985. 
Only those respondents who identified their current 
employment function as supervision and as management were 
considered in the sample. This first phase of the study 
examined male and female variants in professional achieve¬ 
ment . 
Data for this survey was collected through a mailed 
questionnaire sent to all former students listed on the 
Alumni mailing list maintained by the University. The 
questionnaire was divided into six parts. In part one 
respondents were asked to provide information on their 
educational experiences while they were a part of AUSSW. 
Their responses were rated on a six point Likert scale 
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with the following choices: strongly agree, mostly agree, 
agree, strongly disagree, mostly disagree and disagree. 
The respondents had to indicate their method of spe¬ 
cialization from five choices, namely, casework; clinical; 
community organization; groupwork; policy planning and 
administration; or combination/other. They were also 
required to indicate their practice specialization. They 
had eleven choices, namely, alcohol and drugs; adoptions; 
child abuse; community mental health; community organizing/ 
planning; corporate social work; corrections; gerontology; 
psychiatric; medical; and other. They also had to indicate 
the position title of their first employment after receiv¬ 
ing the MS W. 
In concluding part one of the questionnaire, the 
respondents were requested to rate and make comments on 
the educational program, faculty or areas that would be 
helpful in the school's effort to improve and evaluate 
the program. They had six choices for rating the educa¬ 
tional program of the school, namely, excellent, good, 
adequate, fair, less than fair, other/no rating. 
Part two of the questionnaire measured professional 
activities since graduation. Respondents were asked to 
state the actual or approximate number of times that they 
had engaged in the following activities: wrote or helped 
write a grant application; presented a paper at a confer¬ 
ence; developed a research paper; published an article; 
45 
systematically evaluated an agency program; and systema¬ 
tically evaluated their clinical practice. 
In addition, they had to indicate the extent they 
used research articles in their practice from six choice 
statements: always, very often; often; sometimes; rarely; 
and never. Furthermore, they had to indicate the profes¬ 
sional organizations that they held membership in from the 
following organizations: CSWE, NASW, ACSW, NABSW, Clini¬ 
cal Social Workers, and others with a request to specify 
what others is. In addition, they had to indicate social 
work licensing status and in which states. 
Part three dealt with professional attitude. Four¬ 
teen statements were provided and the respondents were to 
choose one in each seven pairs of statements that accu¬ 
rately reflect their perceptions. 
Part four dealt with employment and the respondents 
had to indicate their current employment status as follows: 
employed in social work activity; employed in non-social 
work activity; unemployed and retired. Then they had to 
indicate the duration of their current employment and 
their current position titles. This was followed by the 
description of employment setting in their first post-MSW 
employment and also in their current employment. The fol¬ 
lowing choices of employment settings were given: Social 
Service Agency/Organization; Private Practice-Self 
Employed/So 1o ; Private Practice/Partnership/Group; Member- 
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ship Organization; Hospital; Institution (non-hospital); 
Outpatient Facility/Clinic/Health or Mental Health Center; 
Group Home/Residence; Nursing Home/Hospice; Court Criminal 
Justice System; College/University; Elementary/Secondary 
School System; Employment in Non-Social Work Organizations 
(e.g. business/manufacturing, research etc.)» 
Respondents had to choose functions that best describe 
their first post-MSW employment and their current employ¬ 
ment. Nine function choices were given as follows: 
Direct Service (e.g. casework, clinical, groupwork, com¬ 
munity work); Supervision; Management/Administration; 
Policy Development/Analysis; Consultant; Research; Plan¬ 
ning; Education/Training and Non Social Work function. 
In addition, the respondents had to choose the prac¬ 
tice area that best described their first post-MSW and 
their current employment. Fifteen practice area choices 
were provided namely, Child and Youth; Community Organiza¬ 
tion/Planning; Family Services; Services to the Aged; 
Medical/Health Care; Mental Health; Public Assistance; 
School Social Work; Alcohol and Substance Abuse; Develop¬ 
mental Disabilities; I ndustrial/Corporate ; Non-Social Ser¬ 
vice Organization (e.g. Business, Manufacturing, Research, 
etc. ) . 
Part five addressed the employment and education of 
the respondents' parents. Finally, part six dealt with 
the personal demographic information. 
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However, not all of the variables covered by this 
national questionnaire were analyzed. For the purpose of 
this study, the analysis was limited to making a compara¬ 
tive description of male and female variants in regard to 
their professional achievement. The following aspects of 
professional achievement were examined namely, research 
activity as indicated by the number of times each respon¬ 
dent had engaged in the six following activities: Grant 
proposal, paper presentation at a conference, developed a 
research proposal, published an article, and systemati¬ 
cally evaluated an agency program. 
In addition, analysis was conducted on the respon¬ 
dents' use of research articles. The rationale for choos¬ 
ing research activities as a variable of professional 
achievement is that these activities are professional 
activities that MSW professionals are expected to engage 
in. As Specht et. al describes: 
The singular characteristic that most 
distinguishes professionals from 
others is the capacity to think about, 
make judgements about, and integrate 
knowledge in their work . . . and the 
extent to which they communicate with 
and synthesize knowledge about prac¬ 
tice and programs for others.1 
The number of professional organizations that 
respondents are affiliated with indicate their profes¬ 
sional commitment and identification which could lead one 
to seek licensing. Since some states require that one 
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take written or oral examinations for licensing, this 
indicates professional achievement. Some organizational 
memberships also require a written test, for example, 
ACSW. Thus such membership indicates professional 
achievement. 
Furthermore, professional achievement is measured by 
being employed. As Specht et. al. claims: "being 
employed is the rock-bottom indicator of professional 
achievement . . . The MSW who is employed is achieving 
more professionally than the one who is unemployed."2 
The annual salary one earns also indicates professional 
achievement. The employment setting and the duration of 
current employment was examined to compare male and 
fema'Ie variants. 
The second phase of the study utilized the primary 
data collection method in the form of an interview sched¬ 
ule which was conducted face-to-face. The data was col¬ 
lected from fifteen Afro-American women administrators 
employed in metro Atlanta social service agencies. 
In this phase of the study, the respondents were asked 
to share their perceptions on certain variables that 
might be a barrier in their career mobility. The follow¬ 
ing variables were examined. Sex bias in hiring, in pro¬ 
motion, in salary, in interaction with superiors, in 
behavior of subordinates and behavior toward subordinates, 
access to professional networks, female competence and 
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asked to indicate whether the above variables had no 
effect; positive effect or negative effect and to support 
or define what they mean. 
An open-ended interview schedule without precoded 
answers was used. There are four reasons for this namely, 
1) to determine how Afro-American females actually mean 
by the option they choose; 2) to determine how concerned 
they are with the issue under investigation; 3) to get 
them to verbalize their ambivalence if it exists on the 
issue, 4) and finally to allow the respondents to indicate 
the depth of their feelings on this controversial issue. 
The sample group was identified from the Practicum 
Instructor's Mailing List maintained by the AUSSW Practi¬ 
cum Placement office. Due to time constraints, the 
initial request for participation in this study to poten¬ 
tial respondents was made by telephone. After each indi¬ 
vidual has accepted the invitation, an appointment for 
interview was made and confirmed by a letter. When all 
the interviews were completed, the respondents were all 
sent acknowledgement letters. 
If one declined participation, one was then asked to 
furnish names of other AUSSW graduates who were in admin¬ 
istrative positions in Metro Atlanta. This snowballing 
technique was used because it was discovered that not all 
practicum supervisors were in administrative positions in 
their agencies. Besides, others were not available due 
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to out of town business commitments. 
The respondents were interviewed in their office 
because it was assumed that since they were in administra¬ 
tive positions, the respondents will be able to control 
interruptions. Furthermore, they will feel comfortable 
and free to respond to the interview in their own environ¬ 
ment. 
However, the experience of this writer proved this 
assumption wrong. Even though an appointment was made 
in advance and the respondent was expecting the writer, 
sometimes due to unexpected administrative emergencies, 
the administrator had to deal with it. This resulted in 
interruptions of the interview process. Sometimes, there 
were delays in starting the interview. 
The method of sample selection in both phases was a 
non-random procedure because it was felt that the respond¬ 
ents were in key positions to experience the phenomenon 
being investigated. Therefore, all available respondents 
were interviewed to the total of fifteen administrators. 
In phase one, the responses of all those who identified 
their functions as supervision and administration were 
analysed. 
Due to the fact that the sample subjects were not 
randomly selected, the data analysis is limited to pro¬ 
portions and percentages. 
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FOOTNOTES 
1 Harry Spetch et. al., "Undergraduate Education and 
Professional Achievement of MSWs" Social Work, Vol. 29, 
1984, p. 220. 
2 I b i d . 
CHAPTER IV. 
RESULTS AND ANALYSIS 
Results: Phase One 
Phase one of this study utilized a secondary data from 
AUSSW Graduate Outcome study conducted by Dr. Janice Vaughn 
of AUSSW in 198b. Only those respondents who identified 
their current employment function as supervision and man¬ 
agement were included in this study. 
Two hundred and fifty-two (252) AUSSW graduates 
throughout the United States responded to the Graduate 
Outcome questionnaire. Of this number, 87 or 35.1% were 
males and 165 or 65.2% were females. Eighty-one or 34.9% 
males and 151 or 65.1% female respondents completed the 
questionnaire section that required them to indicate their 
current employment section. From this total sample popula¬ 
tion of 232 (i.e. 81 + 151), a little less than half, 45.3% 
respondents were in supervisory and management positions. 
Personal data on the Social Work administrator 
respondents indicated that 39% were males and 61% were 
females. Three quarters (75.7%) of the male respondents 
had marital support systems compared to almost half (45.3%) 
female respondents who were without family support system. 
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The respondents' age was almost equally distributed 
in the age range of 30-64. However, female respondents 
were much older than male respondents reporting almost 
one-tenth of them falling in the category of 70 and over, 
whereas not a single male fall in this category. The 
respondents indicated varied graduation dates starting 
from 1936 up to 1984. No major differences in their 
numbers was noted expert that the first group of male 
respondents reported graduating in 1948. Whereas at 
least one-tenth of the female respondents graduated 
between 1936-1947. However, data shows that male respond¬ 
ents steadily increased their numbers until they amounted 
to three-quarters compared to only one half of females by 
1 97 5 . 
Professional Achievement 
The following tables provides a graphic picture of 
the respondents' professional achievement. 
TABLE 1 
CURRENT EMPLOYMENT PROFILE OF RESPONDENTS BY 




in S . W. 
Employed 
Non S.W. Unemployed R e tired Total 
Male 63.4 26.8 0 9.8 1 00 
Fema1e 68.8 10.9 1 .6 18.7 1 00 
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As can be observed in Table 1 on the previous page, at 
least two-thirds of the respondents in both sexes are still 
employed in social work settings. However, one-quarter of 
male respondents have left the social work profession and 
they are employed in non social work settings. The female 
respondents who are unemployed and retired doubles (20.3%) 
the male respondents (9.8%) reporting the same, while not 
a single male reported being unemployed. 
TABLE 2 
DURATION OF CURRENT EMPLOYMENT IN YEARS OF 
RESPONDENTS BY GENDER AND PERCENT 
Years 
Gender 2 - 1 01 11-302 31 >3 Total 
Male 41 .5 51 .2 7.3 1 00 
Fema1e 55.7 36.1 8.2 1 00 
NOTE: This data has been collapsed. 
1 2-10 = short term employment duration 
211-20 = moderately high employment duration 
331 > = long term employment duration and 
> means 31 years and more 
Even though the first group of male respondents in 
this study joined the social work profession much later 
(1948) compared to the first AUSSW female graduates who 
have been in the profession since 1936, half of male 
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respondents (51.2%) reported a moderately high duration in 
their current employment compared to almost two-third 
(55.7%) female respondents reporting a short employment 
duration in their current job. 
TABLE 3 
CURRENT EMPLOYMENT FUNCTION OF RESPONDENTS BY 
GENDER AND PERCENT 
Current Function 
Gender Supervisi on Management Total 
Male 17.1 82.9 1 00 
Female 34.4 6 5.6 1 00 
Table 3 above illustrates the respondents current 
employment function. While the male respondents in this 
study amounted to more than a third (39.1%) of the total 
respondents, they accounted to three-quarters representa¬ 
tion in the management function. On the contrary, one-third 
of female respondents are clustered in the supervisory 
functions. 
This finding supports the current social work litera¬ 
ture which states that females may receive promotions but 
their promotions do not advance them as far in the social 
work hierarchy as such females are unde represented in 
management function positions. 
TABLE 4 
CURRENT EMPLOYMENT PRACTICE OF RESPONDENTS BY 
GENDER AND PERCENT 














Male 48.8 39.0 2.4 9.8 1 00 
Fema1e 47.5 39.8 7.8 4.9 1 00 
NOTE: Current employment practice is defined in this 
study according to Atlanta University School of 
Social Work practice specialization. 
1Chi 1 d and Family Services; Youth Services; 
Family Services; Criminal Justice*; Group 
Services; Public Assistance and School Social 
Work. 
^Health Services Medical Health Care; Mental 
Health; Mental Disabilities and the Aged; 
^Community Services Comprised of Corporate 
Agencies. 
As indicated in Table 4 above, the current employment 
function is defined for the purpose of this study according 
to Atlanta University School of Social Work practice 
specialization. As can be observed from the table, very 
few respondents in both sexes are engaged in community 
service practice settings. Both sexes are almost equally 
distributed between Child and Family Services and Health 
Services. It was interesting to observe in the raw data 
that not a single female was represented in the Criminal 
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Justice setting. Again, this finding supports the current 
social work literature which states that criminal justice 
settings are "male enclaves". 
TABLE 5 
CURRENT ANNUAL SALARY OF RESPONDENTS IN 
THOUSAND DOLLARS BY GENDER AND PERCENT 
LOW HIGH 







41 - 5 0 > Total 
Male 7.3 26.8 26.8 39.1 1 00 
Female 12.5 50.1 26.6 10.8 1 00 
Table 5 above illustrates how females are underrepre¬ 
sented in the high salary scale in social work positions. 
Only one-third (37.4%) female respondents fell into the 
higher paying social work positions as compared to one-third 
(34.1%) male respondents in low salary scale. This finding 
confirms Social Work documented findings as discussed ear¬ 
lier that men are more likely than women to receive wages 




LICENSED SOCIAL WORK RESPONDENTS BY 
GENDER AND PERCENT 
LICENSED 
GENDER YES NO TOTAL 
Male 17.1 82.9 1 00 
Female 28.6 71.4 1 00 
A slightly greater proportion of female respondents 
(28.6%) are licensed social workers compared to 17.1% 
males. This finding seems to suggest that female respond¬ 
ents needed to acquire additional credentials and qualifi¬ 
cations than males in order to get recognition. 
As Table 7 below illustrates, contrary to anticipa¬ 
tion, an almost equal percent of males and femlaes 
belong to both CSWE and ACSW. Very few respondents in 
both sexes reported no professional affiliation. This 
low percentage of non affiliates could be regarded as 
those who have left the profession. 
TABLE 7 
PROFESSIONAL ORGANIZATION AFFILIATION OF 
RESPONDENTS BY GENDER AND PERCENT 
ORGAN IZA1 r i ON 
Gender CSWE NASW ACSW NABSW OTHER 
I 








Fema1e 22.0 32.2 23.7 23.7 8.4 N = 59 
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1CSW£ = Council on Social Work Education 
NASW = National Association of Social Workers 
ACSW = Academy of Certified Social Workers 
(membership is by examination only) 
NABSW = National Association of Black Social Workers 
OTHER = Clinical, and none affiliated 
On the above eight indicators of professional 
achievement, the findings suggest that a greater propor¬ 
tion of male respondents in this study are achieving more 
than the female respondents. Only one-tenth of male 
respondents could be regarded as not professionally 
achieving because they are retired compared to twice as 
many females. 
Half as many male respondents have moderately high 
experience duration in their current positions compared to 
more than half females reporting a short experience dura¬ 
tion. This difference in length of service in administra¬ 
tive positions, is explained in social work literature in 
terms of sex role stereotypes. Males tend to be promoted 
quicker than females to administrative positions and they 
are usually promoted based on potential rather than proven 
ability as is the case with women. 
Since males have longer term of service than females, 
they command the highest paid positions in social work. 
Furthermore, some social work practice settings are regard¬ 
ed as "male enclaves", for example, criminal justice and 
that females are not usually considered for promotions in 
those jobs . 
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The study seems to suggest that even with equal 
qualifications, for example, MSW, female respondents seem 
to realize that to get further promotions, they have to 
obtain additional credentials such as licensing and 
membership in ACSW. 
Research Activities 
Gender differences in participation on six different 
research activities that persons in administrative posi¬ 
tions are usually engaged in were explored. Respondents 
were asked about participation in the following six 
activities: wrote or helped write a grant application; 
presented a paper at a conference; developed a research 
propssal; published an article and evaluated an agency 
program systematically, including the extent they use 
research articles in their practice. Each of these 
acttivities requires some specific research skills and 
procedures. 
All the respondents are from the same university and 
have had the training in research methods. Therefore, 
they had similar research training and qualification to 
participate in these research activities. Respondents 
were asked to report the actual or approximate number of 
participation in these activities. The following tables 
provide a graphic presentation of the results. 
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TABLE 8 
PARTICIPATION IN GRANT PROPOSAL BY 
GENDER AND PERCENT 
IRREGULAR REGULAR 
Never Sometimes Often 
Ve ry 
Often 
GENDER 0 1-10 11-20 25 or more TOTAL 
Male 23.7 52.6 13.2 10.5 100 
Female 36.1 54.0 6.6 3.3 100 
Slightly more than one-third (36.1%) female respondents 
compared to slightly less than one-quarter (23.7%) male 
respondents reported that they have never participated in 
writing a grant application. Almost one quarter (23.7%) 
male respondents reported regular participation in this 
activity compared to almost one-tenth (9.9%) female 
respondents. This finding suggest that more males than 
females in this study commands the power and authority to 
seek and obtain funds for their agency. 
TABLE 9 
PARTICIPATION IN PAPER PRESENTATION AT 












Male 20.5 51 .3 17.9 10.3 1 00 
Female 47.5 38.9 13.6 0 1 00 
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Almost half of the female respondents (47.6%) reported 
no experience in presenting a paper at a conference, 
while 51.3% male respondents have presented occasionally. 
Twice as many male respondents (28.2%) reported regular 
presentations compared to a little more than one-tenth 
(13.6%) of the female respondents. 
As Table 10 below shows, female respondents were 
over represented among those who reported no participation 
in writing a research proposal. A greater proportion of 
male respondents (8.6%) compared to (1.8%) female respond¬ 
ents have participated often in this research activity. 
TABLE 10 
PARTICIPATION IN RESEARCH PROPOSAL WRITING 








1 2 + TOTAL 
Male 37 .1 54.3 8.6 1 00 
Female 67.9 30.3 1 .8 1 00 
TABLE 11 
PARTICIPATION IN ARTICLE PUBLICATION ARTICLES 








6 + 1 TOTAL 
Male 62.9 22.9 14.3 100 
Female 78.9 21 .1 0 1 00 
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Not a single respondent reported publishing between 
4-5 articles. As Table 11 illustrates, three-quarters of 
the female respondents reported no participation in this 
activity while thrice as many male respondents (22.9%) 
have reported an occasional participation. It is 
interesting to note that not a single female respondent 
reported participation often in this activity, compared 
to slightly more than one-tenth (14.3%) males who reported 
participation. 
TABLE 12 
PARTICIPATION IN AGENCY PROGRAM EVALUATION 
BY GENDER AND PERCENT 
GENDER 




Regula r1 y 
1 1 + TOTAL 







 61.0 14.4 1 00 
Twice as many female respondents (24.6%) compared to 
12.8% male respondents reported that they have never 
systematically evaluated an agency program before. While 
thrice as many male respondents (33.3%) compared to (14.4%) 
female respondents reported regular participation in this 
a ctivity . 
These results in general suggest that male respondents 
were achieving more than female respondents. Consistently, 
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females were overrepresented among those who have never 
participated in each research activity while underrepre¬ 
sented among regular participants. Furthermore, the 
results supports the notion that males are more productive 
and achieving than females in respect to overall research 
activity specific to administration. 
TABLE 13 
USAGE OF RESEARCH ARTICLES 






times Rarely Never TOTAL 
Male 2.4 17.1 44.0 12.2 22.5 2.4 1 00 
Fema1e 6.3 22.7 25.0 31 .0 10.9 4.1 1 00 
Table 13 above indicates that slightly more than half 
females (54.0%) makes regular use of research articles in 
their practice compared to two-thirds (63.5%0 males 
reporting the same. This finding suggest that females 
might be utilizing research articles for different reasons 
than males. Since they are not publishing and writing 
research proposals as much as males, the possible 
explanation for their regular use of research articles 
might be to improve their practice performance and skills. 
Phase Two Results 
Fifteen female administrators were interviewed on 
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their perceptions on certain variables that might impact 
positively and negatively on their career mobility. The 
demographic profile of these women shows that the majority 
of these women (14 or 93%) were in lower and middle 
management positions. Only one or 7% of these women 
reported a top management position as an associate 
director. (See Table 16). 
Table 15 shows that the majority of these women 
(40%) fell on the age category of 36-40, while (53%) were 
without any family marital support system. Sixty percent 
were employed in public sector, 33% in non profit private 
agency while 7% in private profit-making agency (See 
Table 16). 
Eighty-seven percent had a BA degree and 13% BSW in 
their undergraduate education. Sixty percent had con¬ 
centrated in clinical practice while 40% had concentra¬ 
ted in policy planning and administration during their 
MSW training. Only one or 7% women was pursuing a doc¬ 
toral degree. Their salary ranged from $15,000 - $19,000 
up to $35,000 - $49,000. Not a single woman reported 




AGE, FAMILY SUPPORT AND TYPE OF 
UNDERGRADUATE DEGREE OF AUSSW FEMALE GRADUATES IN 
ADMINISTRATIVE POSITIONS IN METRO ATLANTA SOCIAL 
SERVICE AGENCIES BY FREQUENCY AND PERCENT 
AGE FREQUENCY PERCENT 
Less than 25 O Ü 
26-30 1 6.7 
31-35 3 20.0 
36-40 6 4 .  
41 - 5 1 6.7 
46-50 2 3.3 
51-55 1 6.7 
56-60 0 0 
61 and Over 1 6.7 
N = 15 100.0 
FAMILY SUPPORT 
SYSTEM 
WithSupport 7 46.7 
Without Support 8 53.3 










CURRENT JOB TITLE, TYPE OF EMPLOYING AGENCY 
AND INCOME OF AUSSW FEMALE GRADUATES IN 
ADMINISTRATIVE POSITION IN METRO ATLANTA SOCIAL 
SERVICE AGENCIES BY FREQUENCY AND PERCENT 
CURRENT TITLE FREQUENCY PERCE 
Associate Director 1 6.7 
Assistant Director 1 6.7 
Program Director 6 40.0 
Senior Supervisor 1 6.7 
Unit Chief 
Assistant to the 
1 6.7 




Consultant 1 6.7 
N = 15 100.0 
TYPE OF EMPLOYING AGENCY 
Public/Government 9 60 
Private Non-Profit 5 33.3 
Private Prof i t 1 6.7 
N = 15 100.0 
INCOME ($) 
15,000 - 19,000 3 20.0 
20,000 - 24,000 1 6.7 
24,000 - 29,000 4 26.7 
30,000 - 34,999 3 20.0 
35,000 - 39,999 2 13.3 
40,000 - 49,000 2 13.3 
N = 1 5 100.0 
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Sex Bias in Hiring 
When asked if being a woman influenced their hiring 
into social service administrative positions, 87% reported 
no effect, neither positive nor negative. In fact, 33.3% 
of them reported being hired directly into their current 
positions. They cited experience and qualifications as a 
major deciding factor rather than sexism. Others mentioned 
having strong references, networking contacts and their 
personality. 
Thirteen percent of these women were equally divided 
in their perception, reporting positive and negative 
perception. Positive because social work is a female 
profession and therefore easier to get administrative 
positions, explained one woman. Negative because her 
employing agency was male dominated explained another. 
Sex Bias in Promotion 
As can be observed in Table 16, all the female 
administrators reported their sex as having no effect on 
their promotion. Rather they cited experience, proven 
performance, skills, dependability and loyalty. However, 
the majority of these women did not envisage any further 
promotions as they felt that they have reached the limit 
within their units or agency. 
Sex Bias in Salary 
Slightly over half (53.6%) of these women reported 
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that their salary as administrators was not influenced by 
their sex, primarily because of civil service setting the 
rates. However, several noted that sex remained a factor 
in that women's salaries are lower since women are rarely 
in positions that command higher salaries. 
The remaining 47% viewed their sex as having a 
negative effect on their salary. They cited being in a 
woman's profession which traditionally pays lower salaries 
than male dominated professions. Yet women are expected 
to do a man's job for less pay. Not a single woman said 
being a woman has positive effects on their salary. 
TABLE 16 
THE PERCEIVED EFFECTS OF BEING A WOMAN ON THE EXPERIENCE 
OF THE AFRO-AMERICAN ADMINISTRATORS 
PERCEIVED EFFECTS IN PERCENTAGES 
EXPERIENCE NO EFFECT POSITIVE NEGATIVE 
Hiring 87 6.7 6.7 
Promotion 100 0 0 
Sal a ry 53.6 0 46.7 
Interaction 
with 
Superiors 60 13.3 26.7 
Behavior of 
Subordinate 47.6 20 33.3 
Behavior 
t owa rd 
Subordinates 100 0 0 
Access to 
Professional 
Networks 40 33.3 26.7 
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Interaction with Superiors 
The women in this study were asked how being a woman 
in administrative positions affected their relationship 
with their superiors. Sixty percent reported no effect. 
They expressed the view that superior's attitude depends 
on personality and feeling of security in the job. While 
13.3% reported a positive attitude in that their superiors 
had an open door policy, were supportive and sensitive. 
Twenty-seven percent reported a negative effect in that 
their superiors tended to be patronizing, sexist and racist, 
inhibit their decision making in a covert manner or circum¬ 
vent their decisions. This behavior is particularly obser¬ 
ved from the immediate supervisors who would block informa¬ 
tion or access to the upper management. Furthermore, these 
women reported limited or no interaction with the board 
members or top notch executive directors in their agencies. 
Interaction With the Subordinates 
Slightly over half (53%) of these women reported dif¬ 
ferential treatment by their subordinates because of their 
sex. Older men were giving problems following orders or 
taking directions and constructive criticism from women. 
Others complained that female subordinates tend to react 
emotionally when dealing with business matters instead of in 
a professional manner. Furthermore, women tend to bring 
their personal problems to work and they expect the super¬ 
visor to act as a family support system. 
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Interestingly enough, all these administrators viewed 
their own behavior toward their subordinates as positive. 
They describe themselves as supportive, respectful, and 
considerate as long the subordinates perform as expected 
of a professional person. 
Access To Professional Networks 
Women have been consistently reported to be excluded 
from informal social interaction and informal support 
systems. This has been identifed as a major deterrent to 
their equal opportunity and treatment in the work place by 
authors in the organizational literature. 
In this study, 40% reported no effect in accessing 
informal networks, especially since most of their col¬ 
leagues were females. Some said it was matter of choice 
rather than exclusion. Twenty-seven percent reported 
negative effects. One woman explained, "even though this 
agency is staffed predominantly by females, accessibility 
of informal networks is based on race than sex. Since 
I'm the only Black in this position at this agency, I 
have not been invited to the white supervisor's informal 
networks nor have I sought them out myself." Others 
reported that they have developed networks outside of 
thier units or agency support systems. 
Thirty-three percent reported positive effects. One 
woman urged that "accessing informal networks also depends 
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on the individual to reach out. However, I feel that if 
I was a male, I would have no need to extend myself and 
would have maximum access to informal networks." 
Another reported that she was able to access informal 
networks because of the position of her boss. While 
another one reported that she had to pass the initiation 
test before she was invited to join. This proved to be a 
very helpful experience because she was able to meet key 
people within and outside the agency informally. As a 
result, it was easier for her to access them formally and 
to get information which she might have found difficult 
to get. 
Perception of Female Competence 
Among these administrators, 67% perceived their 
agency as viewing female competency in a positive manner. 
It is encouraged through the provision of training oppor¬ 
tunities, being given more autonomy to be creative and 
explore new avenues. It is appreciated in that their 
voice is heard, sought out and is rewarded. 
However, this view is not shared by all. Some felt 
that even though female competence is viewed positively, 
it is not encouraged nor rewarded in a comparable manner 
with males. Same as before, thirty-three percent reported 




Sexual harassment is viewed as a barrier for women's 
integration into male domains in the workplace and it 
reinforces job inequalities. Eighty-seven percent of 
these women reported that they have never experienced 
sexual harassment in their jobs. The common reason given 
is that these women are working in female dominated 
agency. Besides, they have very limited interaction with 
male board members and top executives who are likely to 
be white. 
The 13.3% that have experienced sexual harassment 
reported that the culprits were support staff not directly 
related to their jobs, like doctors, custodial and trans¬ 
portation staff. They were regarded as no threat to their 
positions. The most common form of sexual harassment was 
verbal and physical touching to a lesser extent. 
When asked how they handle such situations, one 
woman said she ignores it at first, but if it persists, 
she confronts the culprit directly. The other woman said 
she give the culprit a straight stern face and informs 
him that his behavior is inappropriate and is not appre¬ 
ciated. Both women report that their method is effec¬ 
tive. The results suggest that the prevalence of sexual 
harassment depends on the agency environment. 
In general these women did not perceive their sex as 
a barrier in their career mobility. Rather, they perceived 
their experience and qualification as a major considera¬ 
tion in assisting them into getting hired and promoted to 
administrative positions. They have identified the pro¬ 
blem of racism more than sexism. The findings are simi¬ 
lar to the results of the study conducted by Kravetz and 
Austin as reported in the literature review. 
Advice To Aspiring Female Administrators 
A sigificant number of women have made strides in 
penetrating what was earlier regarded as "male enclave". 
For the most part these women had to go it alone with no 
organizational nor family marital support systems. Even 
so they have endured and succeeded. It is therefore 
worthwhile to seek their advice and guidance on how to 
cope and keep abreast of this so called "male enclave". 
In this way a young aspiring graduate would know what she 
is setting herself up against when she ventures in the 
male domain and to prepare accordingly. 
The advice given covered a broad area of personal 
knowledge, goals, leadership style, communication style, 
improving practice and management skills and being com¬ 
petent in what one do. The following is some of the best 
that were given: 
. Define for yourself your goals and how you will 
accomplish them. Be open and honest with people 
and be consistent in your dealings with people. 
Try not getting caught up in the kind of "us 
against them" situation. 
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. Don't set yourself in a small Black agency if you 
are aspiring to be a top notch administrator 
because career advancement opportunities are very 
limited in such agencies. 
. Be willing to take risks and to stand on your own 
analytical and decision making capabilities. 
Recognize that interpersonal skills are critical 
in being able to operate in an administrative 
structure irrespective of credentials and informal 
networks. You will need to have a good blend of 
being assertive without being overly aggressive, 
otherwise you will hinder your progress. Be 
observant and take special note of the dynamics of 
the situation while assessing the best possible 
way of dealing with it. 
. You will need to have a sense of direction of your 
own. You can't lead others if you don't know where 
you are going. Besides, you must have a guiding 
philosophy that will carry you through difficult 
situations. However, try not to compromise your 
principles. 
. Set clear and concise goals, then plan and prepare 
for the fulfillment of those goals. However, try 
and recognize your strength and limitations. 
Capitalize on your strengths while minimizing your 
limitations. You will need to make a commitment 
to provide a quality service. Please serve as 
role model to other Black professionals. Remember, 
you will need to work a little bit harder because 
you are Black and female. 
This last statement just about sums up the real world 
of work for Black females. These are just guidelines of 
advice to all female social workers aspiring to reach the 
top of the administrative hierarchy. The road is long 
and hard. As can be noted, there are no specifics on how 
to reach the top but just hints on how to remain there. 
It is left to the individual to decide for herself the 
best possible course to take. 
CHAPTER V. 
SUMMARY AND CONCLUSION 
The results of phase one of this study seem to sug¬ 
gest that males are achieving more than females in all 
the examined aspects of professional achievement as 
defined in this study. Male are overrepresented in the 
management positions, while females are clustered in the 
supervisory positions. Even though males joined the 
social work profession twelve years after females, a sub¬ 
stantial number of males have been in their current posi¬ 
tions much longer than females who reported 2-10 years 
experience. 
More males than females were producing more in the 
overall research activities. This finding can be taken 
to justify the fact that a greater proportion of males 
fall in the higher salary scales. At the same time women 
can urgue that they are not given the opportunity to 
undertake more position specific research activities. 
As anticipated, a greater proportion of males than 
females have engaged in all five research activities. 
The plausible explanation for this difference might be 
that more males than females are in management positions 
compared to females. This places males in an advantageous 
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